You’re Hired/You’re Fired — Navigating the Hiring and Firing of Staff for Solos and
Small-Firm Attorneys

SO, you have decided that you are ready to hire someone — but there is more to the process
than just posting on Indeed! Panelists will discuss key issues on hiring staff such as
creating the job listing, reviewing resumes and what to look for, conducting an interview the
right way, making an offer, integrating new employees into your practice. Panelists will also
discuss key issues on the flip side for when you need to terminate an employee, such as
the need for an employee handbook, write-ups for the file, final termination, access to
operating systems, etc.



You’re Hired / You’re Fired

Navigating the Hiring and Firing of Staff for Solos and Small-Firm Attorneys

PART 1: HIRING

I: Before You Post: Laying the Groundwork

Key Legal Rules

* New Jersey’s “ABC Test” is among the strictest independent contractor standard in the United
States, and the employer bears the burden of proving contractor status on all three prongs

* The employee vs. contractor distinction determines liability for payroll taxes, workers’
compensation, unemployment insurance, and wage law coverage

¢ Exempt vs. non-exempt classification under the FLSA and NJ Wage and Hour Law must be
determined before the position is posted

¢ New Jersey business entity registration and payroll tax account setup are required before the
first paycheck is issued

Practical Tips

* Define the role in writing before posting: title, core duties, reporting structure, schedule, and
required qualifications

* Decide: W-2 employee or 1099 contractor? Involve a tax advisor or employment attorney if
the classification is not obvious

* Budget for the true cost of employment: salary plus payroll taxes (~15%), workers’
compensation insurance, and unemployment contributions

* Determine modality upfront: full-time or part-time? In-person, remote, or hybrid? These
decisions shape the posting and the employment relationship

SUMMARY: New Jersey’s “ABC Test” presumes every worker is an employee. To establish
contractor status, the employer must affirmatively satisfy all three prongs of the test, including
demonstrating that the work is performed outside the employer’s usual course of business. This is a
meaningfully higher burden than the federal economic realities test.

I1: The Job Listing: What to Include (and Avoid)



Key Legal Rules

The New Jersey Law Against Discrimination (NJLAD) applies from the moment of posting,
thus a discriminatory job listing is independently actionable

New Jersey’s Pay Transparency Law (82310, effective June 1, 2025): employers with 10 or
more employees in New Jersey must include the salary or hourly compensation range and a
general description of benefits in all job postings

Language that implies preferences based on age, gender, national origin, family status, or
religion is prohibited, even when unintentional

Job requirements must reflect bona fide occupational qualifications. Ovetly specific
requirements that function as proxies for protected characteristics create exposure

Practical Tips

Include: job title, duties, qualifications, compensation range, location, required schedule, and
reporting structure

Avoid: ‘recent graduate,” ‘energetic,” lifestyle language, or any phrasing that signals a
demographic preference

Post the salary range regardless of firm size. It builds candidate trust, reduces negotiation
friction, and is legally required for covered employers

Have a second person review every posting for unintentional bias before it goes live —
including language that may appear neutral but carries connotation

SUMMARYe: New Jersey’s Pay Transparency Law (82310, effective June 1, 2025): covered
employers must include a compensation range and general benefits description in all job postings,
including those posted through third-party platforms. Employers with fewer than 10 employees in
New Jersey are exempt but should strongly consider adopting the practice.

ITI: Reviewing Resumes: What You Can and Cannot Consider.

Key Legal Rules

Employers cannot act on apparent race or national origin (suggested by name), religion,
disability, or age (implied by graduation years or early career dates)

New Jersey’s Opportunity to Compete Act: a “ban the box” statute where criminal history
cannot be considered at the application stage. Instead, the inquiry must be deferred until after
the first interview

Screening criteria must be consistent and documented across all applicants, and the rubric
should be established before review begins

Screening decisions should be recorded contemporaneously. Any documentation that is
reconstructed after a challenge has little credibility

Practical Tips

Build a written scoring rubric before reviewing the first resume, and apply it uniformly to
every candidate for the role

Focus on: relevant experience, skills, certifications, and continuity of employment




* Employment gaps: note them, but investigate at the interview stage. Do not draw adverse
inferences at the paper-screening stage

* Retain all resumes reviewed, with your evaluation notes, for at least one year after the position
is filled

SUMMARY: New Jersey’s “ban the box™ statute, the Opportunity to Compete Act, prohibits
criminal history inquiries on job applications. Employers must wait until after the first interview to
ask about convictions, and for certain positions, only after extending a conditional offer. Civil
penalties attach to violations.

IV. The Interview: Compliant and Effective

Key Legal Rules

* NJLAD prohibits questions, even casual ones, about marital status, family plans, pregnancy,
disability, religion, national origin, sexual orientation, and gender identity

* New Jersey’s Salary History Ban (N.J.S.A. 34:6B-20): employers cannot ask about prior
compensation in any form, including benefits or total remuneration

* Interview questions must be consistent and job-related across all candidates for the same role;
any material deviation creates differential treatment exposure

e Off-script small talk that enters protected territory carries the same legal risk as a direct
prohibited question

Practical Tips

* Prepare a written interview question list before the first interview, and use the same list with
every candidate for the position

* Have a second person present to observe and take contemporaneous notes on candidate
responses

* Acceptable questions: ‘Can you work the required schedule?’ / ‘Do you hold the credentials
listed in the posting?’

* Off-limits: ‘Do you have kids?’ / “Where are you originally from?’ / “What is your current
salary?’

SUMMARY: New Jersey’s salary history ban prohibits asking about prior wages, benefits, or other
compensation in any form. Employers may discuss the candidate’s salary expectations and confirm
the posted pay range, but prior compensation cannot be used as a basis for setting the offer.

V: Offer Letters & Day-One Onboarding

Key Legal Rules

¢ At-will language must be explicit and unambiguous. Offer letters and handbook provisions
that imply job security can create enforceable implied contracts




¢ New Jersey’s Wage Theft Act (2019): written notice of the employee’s pay rate, pay schedule,
and overtime classification is required at hire and upon any material change

* 1-9 employment eligibility verification must be completed within 3 business days of the start
date. Employer civil and criminal liability attaches from day one

* New Jersey workers’ compensation insurance is mandatory and must be in place before the
employee’s first day on the job

Practical Tips

* Have in place a written offer letter. Verbal offers create ambiguity and complicate disputes
about compensation and job terms

* Include contingency language: the offer is subject to background check clearance, reference
verification, and licensing confirmation

¢ Day-one packet: W-4, I-9, direct deposit authorization, confidentiality and IP assignment
agreement, and signed handbook acknowledgment

¢ Assign system access, firm equipment, and a designated point of contact before the employee’s
first day

SUMMARY: New Jersey’s Wage Theft Act: employers must provide a written notice of wage and
hour information at hire and upon any material change in pay. Penalties for noncompliance include
administrative fines and, for subsequent violations, enhanced civil damages including potential
liability for attorney’s fees.

PART 2: TERMINATION

VI. The Employee Handbook: Your Foundation

Key Legal Rules

* At-will disclaimers must be unambiguous. Any language that implies termination will only
follow progressive steps has been read by courts as a contractual promise

* New Jersey Earned Sick Leave Act (2018): a written earned sick leave policy is mandatory for
virtually all New Jersey employers regardless of size or number of employees

* An anti-harassment and anti-discrimination policy is required under the NJLAD and is
considered a threshold compliance requirement for employers of any size

* A written progressive discipline policy provides the documented framework that makes a
termination decision defensible in litigation

Practical Tips
* Have an employment attorney draft or review the handbook annually, and immediately
following any significant change in applicable law



Must-have policies: attendance, technology and device use, social media, confidentiality,
workplace conduct, and expense reimbursement

Also include: discipline process, grievance procedure, leave of absence policy, and remote
work expectations if applicable

Obtain a signed acknowledgment at onboarding, as well as a fresh acknowledgment upon
every substantive update to the handbook

SUMMARY: New Jersey’s Earned Sick Leave Act applies to all New Jersey employers regardless of
size. Employees earn 1 hour of sick leave for every 30 hours worked, up to 40 hours per benefit
year. A written policy explaining accrual, usage, carryover, and documentation requirements is not
optional, but mandatory.

VII: Building the Termination File

Key Legal Rules

Contemporaneous documentation is the primary defense in NJLAD discrimination and
retaliation claims. Courts examine both the content and the timing of the record

Written warnings must be specific: date of incident, conduct at issue, policy provision violated,
prior warnings issued, and expected corrective action

Consistency is required. Similarly situated employees outside the protected class must be
treated the same way for the same conduct

Performance Improvement Plan (“PIP”) must be genuine. Courts and juries closely scrutinize
PIPs that are initiated only after a termination decision has effectively already been made

Practical Tips

Document every performance incident in writing, close in time to when it occurred, rather
than reconstructed weeks after the fact

Confirm verbal counseling in writing: “Per our conversation today, this memo confirms the
following discussion and your commitment to address...”

Focus on conduct and measurable outcomes, not personality. Avoid editorializing, subjective
characterizations, or emotional language

Never reference protected activity, leaves of absence, or complaint history in the performance
file. Instead, keep the record on job performance only

Maintain all documentation in a secure, dedicated personnel file, physically and digitally
separate from the client matter file

SUMMARY: NJLAD’s anti-retaliation provisions are broad and heavily litigated. Documentation
timing is critical: gaps in the record or performance documentation that begins only after a protected
complaint, a leave request, ot a return from FMLA/NJFLA are among the first issues plaintiffs’
counsel identifies at deposition and summary judgment.




VIII: The Termination Meeting

Key Legal Rules

New Jersey Wage Payment Law: final wages are due on the next regular payday, and not the
day of termination. This differs from some states that require immediate payment

COBRA: group health plan election notice is required within 14 days of the qualifying event
(loss of coverage)

ADEA/OWBPA: employees age 40 or older must receive at least 21 days to consider any
release of ADEA claims, plus a 7-day revocation period after signing

Terminating an employee on protected leave, or shortly after a protected complaint or
accommodation request, carries strong presumptive retaliation risk under NJLLAD and federal
law

Practical Tips

Keep the meeting short, scripted, and private. Mid-week timing is preferable to Friday; avoid
the end of the business day

Have a witness present who can take contemporaneous notes (a second attorney or trusted
non-party staff member)

Deliver the decision clearly and do not over-explain, negotiate, or express excessive regret in
the room

Have ready before the meeting: the final paycheck date, COBRA notice, a property return
checklist, and the separation agreement if applicable

Do not make promises you cannot keep: guaranteed reference language, future rehire
representations, or specific severance terms not reflected in a signed agreement

SUMMARY: New Jersey final pay timing: unlike several states, New Jersey does not require
employers to pay final wages on the day of termination. Final pay is due by the next regular payday.
Confirm the exact date before the meeting begins - you will be asked.

IX: Offboarding & Systems Access

Key Legal Rules

RPC 1.6: the duty of client confidentiality extends to all firm personnel who have had access to
client information, including employees and contractors who have departed

NJ Identity Theft Prevention Act: employers must provide written notification to affected
individuals if personal information is compromised in a security breach

Non-solicitation agreements: enforceable in New Jersey if reasonable in scope, duration, and
geographic reach; courts scrutinize overly broad restrictions

Client files and matters remain property of the client. Departing employees have no legal right
to take client files, contact information, or case materials

Practical Tips

On the day of termination: revoke email access, disable all system logins, change shared
passwords, and collect devices, keys, and access badges

Preserve the departing employee’s email account for client continuity. Either forward or
archive, but do not delete




* Back up all work files before system access is revoked. Complete this step before the
termination meeting begins

* Prepare a written I'T offboarding checklist in advance of ever needing it. This is not a process
to improvise under stress

* Brief remaining staff on client transitions without disparaging the former employee (potential
NJLAD and defamation exposure)

OF NOTE: New Jersey has proposed legislation (A3715) that would significantly restrict non-
compete and non-solicitation agreements for many categories of workers, including some
professionals. Monitor the legislature closely before relying on existing restrictive covenants as a
long-term departure-management tool.

X: Five Actions to Take This Week
* Audit every active job posting for NJLAD compliance, inclusive language, and NJ Pay
Transparency requirements.

* Review or create your employee handbook. If you don’t have one, start today; if you do,
update it for earned sick leave, at-will language, and technology policies.

* Build a written I'T offboarding checklist before you ever need it. Revoking access must happen
the same day as any termination, every time.

¢ Make documentation a habit: written confirmation of every verbal counseling, every warning,
and every PIP, all of which are close in time to the event.

¢ Consult employment counsel before the next hire or termination, especially where protected
activity, a leave of absence, or a recent complaint is in the picture.

This document is for educational purposes only and does not constitute legal advice.

© Erdal Enmployment Law, LLC. All rights reserved.
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NJ ABC Test is the strictest IC standard in the U.S. — the
employer bears the burden of proving contractor status
on all three prongs

Employee vs. contractor determines: payroll taxes,
workers' comp, benefits liability, and wage law coverage

Exempt vs. non-exempt classification under FLSA and NJ
Wage and Hour Law must be determined before posting

NJ business registration and payroll tax setup required
before the first paycheck is issued

1 — Before You Post: Laying the Groundwork

KEY LEGAL RULES

PRACTICAL TIPS

Define the role in writing before you post: title, core
duties, reporting structure, and required hours

Decide: W-2 employee or 1099 contractor? Involve a tax
advisor if the answer is not obvious

Budget for the true cost: salary + payroll taxes (~15%),
workers' comp, unemployment insurance

Determine: full-time or part-time? In-person, remote, or
hybrid? Both shape the posting and the relationship

NJ NOTE: The NJ ABC Test presumes every worker is an employee. To establish contractor status, the employer must affirmatively satisfy all three prongs —
including that the work is outside the firm's usual course of business. This is a higher bar than the federal economic realities test.




KEY LEGAL RULES

NJLAD applies from the moment of posting — a
discriminatory job listing is independently actionable

NJ Pay Transparency Law (eff. June 1, 2025): employers
with 10+ NJ employees must include the salary or hourly
range in all postings

Language implying age, gender, national origin, or family
status preferences is prohibited

Job requirements must be bona fide occupational

qualifications — not wish-list proxies for protected
characteristics

2 — The Job Listing: What to Include (and Avoid)

PRACTICAL TIPS

Include: job title, duties, qualifications, compensation
range, location, schedule, and supervision

Avoid: 'recent graduate,' 'energetic,' lifestyle language,
or anything that signals a preference for a particular
demographic

Post the salary range regardless of firm size — it builds
candidate trust and reduces salary negotiation friction

Have a second reader review the posting for
unintentional bias before it goes live

NJ NOTE: NJ Pay Transparency Law (52310, eff. June 1, 2025): covered employers must include a compensation range and general description of benefits in
every job posting. Employers with fewer than 10 NJ employees are exempt but should still consider adopting the practice.




KEY LEGAL RULES

Cannot act on: apparent race or national origin (name),
religion, disability, age (implied by graduation years or
early career dates)

NJ Opportunity to Compete Act: criminal history cannot
be considered at the application stage — background
checks are deferred until after the first interview

Screening criteria must be consistent and documented
across all applicants — applied before review begins, not
after

Screening decisions should be recorded
contemporaneously — not reconstructed later when
challenged

3 — Reviewing Resumes: What You Can and Cannot Consider

PRACTICAL TIPS

Build a written scoring rubric before reviewing the first
resume — apply it uniformly to every candidate

Focus on: relevant experience, skills, qualifications, and
employment continuity

Employment gaps: note them, but investigate at the
interview stage — do not draw adverse inferences on
paper

Retain all resumes reviewed, with your notes, for a
minimum of one year after the position is filled

NJ NOTE: NJ Opportunity to Compete Act prohibits criminal history questions on applications. Employers may not inquire about convictions until after the
first interview — and for certain positions, only after a conditional offer. Violation can trigger civil penalties.




4 — The Interview: Compliant and Effective

KEY LEGAL RULES

NJLAD prohibits questions — even casual ones — about:
marital status, family plans, pregnancy, disability,
religion, national origin, sexual orientation, and gender
identity

NJ Salary History Ban (N.J.S.A. 34:6B-20): cannot ask
about prior compensation in any form

Questions must be consistent and job-related across all
candidates — any deviation creates differential
treatment exposure

Off-script 'small talk' that strays into protected territory
carries the same legal risk as a direct prohibited question

PRACTICAL TIPS

Prepare a written interview question list before the first
interview — use it with every candidate for the role

Have a second person present to observe and take
contemporaneous notes on candidate responses

Acceptable questions: 'Can you work the required
schedule?' 'Do you hold the listed credentials?"

Off-limits: 'Do you have kids?' / 'Where are you originally
from?' / 'What's your current salary?'

NJ NOTE: NJ's salary history ban prohibits asking about prior wages, benefits, or other compensation in any form. Employers may discuss the candidate's
salary expectations and confirm the posted pay range — but prior pay cannot be used to set the offer.




5 — Offer Letters & Day-One Onboarding

KEY LEGAL RULES

o At-will language must be explicit and unambiguous — .
offer letters and handbook language that implies job
security can inadvertently create implied contracts

. NJ Wage Theft Act (2019): written notice of pay rate,
pay schedule, and overtime classification is required at
hire and upon any change

. 1-9 verification must be completed within 3 business
days of the start date — employer liability attaches from .
day one

. NJ workers' compensation insurance is mandatory

before the employee's first day on the job

PRACTICAL TIPS

Always issue a written offer letter — verbal offers create
ambiguity and complicate disputes about terms

Include contingencies: background check clearance,
reference verification, licensing confirmation

Day-one packet: W-4, 1-9, direct deposit authorization,
confidentiality agreement, handbook acknowledgment
(with signature)

Assign system access, equipment, and a designated
point of contact before the employee's first day

NJ NOTE: NJ Wage Theft Act: employers must provide written notice of wage and hour information at hire and upon any material change in pay. Penalties
for noncompliance include administrative fines and, for subsequent violations, enhanced civil damages.
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6 — The Employee Handbook: Your Foundation

KEY LEGAL RULES PRACTICAL TIPS

. At-will disclaimer must be unambiguous — language 3 Have an employment attorney draft or review the
that implies progressive steps before termination can be handbook — annually at minimum, and after any major
read as a promise legal change

. NJ Earned Sick Leave Act (2018): a written earned sick 3 Must-have policies: attendance, technology and device
leave policy is mandatory for virtually all NJ employers, use, social media, confidentiality, expense
regardless of size reimbursement

. Anti-harassment and anti-discrimination policy required . Also include: discipline steps, grievance procedure, leave
under NJLAD — and good practice for firms of any size of absence, remote work expectations

. Progressive discipline policy provides the documented o Obtain a signed acknowledgment at onboarding — and
framework that makes a termination defensible in again upon every substantive update to the handbook
litigation

NJ NOTE: NJ Earned Sick Leave Act applies to all NJ employers regardless of size. Employees earn 1 hour for every 30 hours worked, up to 40 hours per
benefit year. A written policy explaining accrual, usage, and carryover is mandatory.
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7 — Building the Termination File

KEY LEGAL RULES PRACTICAL TIPS

. Contemporaneous documentation is your primary o Document each performance incident in writing, close in
defense in NJLAD discrimination and retaliation claims time to when it occurred — not weeks later
. Written warnings must be specific: date, conduct at 3 Confirm verbal counseling in writing: 'Per our
issue, policy provision violated, prior warnings issued conversation today, this memo confirms the following...'
. Consistency is required — similarly situated employees 3 Focus on conduct and outcomes, not personality —
outside the protected class must be treated the same avoid editorializing or subjective characterizations
way 3 Never reference protected activity, leave, or complaints
. PIPs must be genuine — courts and juries scrutinize in the performance file — keep it to job performance

improvement plans that begin immediately before a

o < . Maintain all records in a secure, dedicated personnel
termination decision has already been made

file, separate from the general matter file

NJ NOTE: NJLAD's broad anti-retaliation provisions make documentation timing critical. Gaps in the record — or documentation that begins only after a
protected complaint — are among the first points exploited by plaintiffs' counsel at deposition and summary judgment.

11



8 — The Termination Meeting

KEY LEGAL RULES

NJ Wage Payment Law: final paycheck is due on the next
regular payday — not the day of termination (unlike
some states)

COBRA: group health plan election notice required
within 14 days of the qualifying event (loss of coverage)

ADEA/OWBPA: employees age 40+ must be given 21
days to consider any release of claims, plus a 7-day
revocation period after signing

Terminating an employee on protected leave, or shortly
after a protected complaint, carries a strong
presumptive retaliation risk

PRACTICAL TIPS

Keep the meeting short, scripted, and private — mid-
week is better than Friday; avoid the end of day

Have a witness present who can take contemporaneous
notes (another attorney or trusted staff member)

Deliver the decision clearly and do not over-explain,
negotiate, or apologize in the room

Have ready: final paycheck date, COBRA notice, property
return checklist, and separation agreement if applicable

Do not make promises you cannot keep — guaranteed
reference, future rehire, or specific severance terms

NJ NOTE: NI final pay timing: NJ does not require immediate payment of final wages at termination. Final pay is due by the next regular payday. Confirm the
exact date before the meeting begins so you can answer the question accurately.
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9 — Offboarding & Systems Access

KEY LEGAL RULES

RPC 1.6: client confidentiality obligations extend to all
firm personnel — including employees who have
departed; the duty survives employment

NJ Identity Theft Prevention Act: breach notification is
required if client personally identifiable information is
compromised

Non-solicitation agreements: enforceable in NJ if
reasonable in scope, duration, and geographic reach —
courts scrutinize breadth

Client files remain property of the client — they do not
belong to a departing employee, regardless of who
originated the matter

PRACTICAL TIPS

Day of termination: revoke email access, disable all
system logins, change shared passwords, and collect
devices, keys, and access badges

Preserve the departing employee's email account for
client continuity — forward or archive; do not delete

Back up all work files before system access is cut — do
this before the meeting, not after

Prepare a written IT offboarding checklist before you
ever need it — this is not something to improvise

Brief remaining staff on client transitions without
disparaging the former employee (NJLAD defamation
risk)

NJ NOTE: NJ proposed legislation (A3715) would significantly restrict non-compete agreements for many workers, including some professionals. Monitor
the legislature closely before relying on existing non-solicitation clauses as a long-term retention or departure-management tool.
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10 — What to Do This Week

Audit Your Job Postings Review or Create Your Handbook Build an Offboarding Checklist
Write the IT and access revocation
protocol before you need it. Revoking

access must happen the same day as

Check every active posting for NJLAD
compliance, inclusive language, and
NJ Pay Transparency requirements.

No handbook? Start today. Have one?
Update it — especially earned sick
leave, at-will language, and tech

policies. termination — every time.
Document Consistently Call Employment Counsel
Make documentation a habit: written confirmation of every Before the next hire or termination — especially where
verbal counseling, every warning, every PIP — close in time there is any protected activity, leave of absence, or recent
04 to the event. 05 complaint in the picture.
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Thank You
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Erdal Employment Law, LLC

Serving Professionals in New Jersey & New York

erdalemploymentlaw.com

This presentation is for educational purposes only and does not constitute legal advice.
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Bio/Meet Erdal

Erdal Turnacioglu began his legal career handling motor vehicle accident defense career for a major
New York City insurance company. A few years into his practice, Erdal joined a small employment
law firm in New York City, where he represented employees in the state and federal courts of New
York and New Jersey, as well as the Equal Employment Opportunity Commission and arbitration.

In 2015, and then again in 2019, Erdal went back to the defense side. First, he provided employment
defense on behalf of medical providers such as RWJBarnabas Health and University Hospital. Then,
Erdal joined a firm where he defended public entities in civil rights and employment claims brought
by public officials and employees in the state and federal courts of New Jersey as well as the United
States Supreme Court.

Currently, as the founding member of Erdal Employment Law, LLC, Erdal handles employment cases
on behalf of employees and employers. He represents employees alleging discrimination, harassment,
whistleblower, wage and hour, and family leave law, and he helps them negotiate with companies
regarding severance agreements. For employers, Erdal defends businesses and individuals in court
regarding employment-related claims, conducts workplace investigations and harassment training, and
helps with wage and hour audits.



Veitengruber Law is a multilingual office fluent in English, Spanish and Espaﬁcl English

Hebrew

e Address: 1720 Highway Call Us Today! 732-

> 2010 34 Suite 10, Wall 695-3303
) & Township, NJ 07727

P i)

About George E.
Veitengruber II1

After graduating from Capital University Law School in
2001 with a concentration in Alternative Dispute
Resolution, George gained valuable legal and courtroom
experience while working as a Senior Associate for a debt
resolution firm in Monmouth County. In 2010, George
followed his calling to help financially distressed New
Jerseyans by opening a solo practice law firm—
Veitengruber Law, LLC.

Over the past thirteen years, Veitengruber Law has been
able to maintain a legal focus in the areas of bankruptcy,
real estate, foreclosure defense, and wills and trusts with
three offices in Monmouth, Middlesex and Burlington
County. George's keen knowledge of these subjects and
years of experience working closely with individuals from
his community allows him to offer comprehensive legal
solutions with compassion. George has seen firsthand the
stress and anxiety financial problems can put on
individuals and their families.

Dedicated to a holistic approach in helping his clients
meet their financial and legal goals, George has garnered
areputation as easy to talk to and approachable.
Veitengruber Law is a place where people go to solve
complex problems. He takes great pride in using his
analytical skills to ease his clients burdens. George
strives to be a legal advocate from all angles and works
with his clients to understand valuable financial skills like



budgeting and how to read a credit report. George has
dedicated his life to empowering his clients to make
smarter financial decisions and control their own destiny.

George has served as the chairperson of the New Jersey State Bar Association Solo and Small Firm
Section, isamember of National Association of Divorced Professionals as well as taught and spoken
extensively on many continuing education related topics. George is also a passionate and involved
member of his community, founding the Kiwanis Club of Bordentown, participating in his town's
historic preservation commission, and working with a Greyhound rescue. While a member of Kiwanis,
he also helped found a charter the Arc of Mercer Aktion Club, which assists community members with
disabilities contribute and give back to the greater community. George takes great pride in annual
projects that result in thousands of pairs of socks for the Trenton Area Soup Kitchen and hundreds of
Thanksgiving meals being cooked for families in need, homebound seniors and active military
personnel. Over the past 10 years, Veitengruber Law scholarship to students giving impact in the
areas of service and leadership.

George believes in both his professional and personal life that giving back no matter how big or small
creates everlasting impact.

Contact us today at 732-695-3303 to schedule a consultation and let us help you with your legal needs.



Home About Meet the Founder Services

Saranne (Sara) Weimer, Esq.

Sara is the owner and founder of S. Weimer Law, LLC. Sara has over a decade of experience
practicing at prominent law firms. Prior to opening S. Weimer Law, Sara spent several years at a
premiere international law firm representing companies and their leaders in every facet of the
employment relationship. Sara has represented entities of all sizes, including some of the
largest Fortune 500 companies, small start-ups, and key executives. Sara's experiences spans
across various industries, including pharmaceutical, medical device, healthcare, financial
services, technology, transportation, telecommunication, entertainment, non-profit,
hospitality, and private equity. Sara has successfully represented her clients in single-plaintiff
litigations, multi-plaintiff litigations, class and collective actions, agency charges, government
audits, and disputes with competitors. Sara has extensive experience handling claims of
discrimination, harassment, retaliation, leave interference, pay equity, medical and religious
accommodations, wage and hour issues, whistleblower allegations, non-competes, restrictive
covenants, and wrongful termination. Sara is also regularly retained to conduct internal
investigations, respond to government inquiries, and negotiate executive agreements.

Outside of litigation, Sara's clients turn to her as a trusted advisor to guide them through
complex matters while mitigating legal risks. Sara regularly advises clients on issues related to
leave management, accommodation requests, workplace disputes, workforce restructuring,
and internal complaints. Sara is known for her strategic approach and practical solutions to
nuanced and difficult issues.

Earlier in her career, Sara completed a prestigious federal clerkship in the United States
District Court for the District of New Jersey, giving her a unique perspective into the
operations of the courts and the process of judicial decision-making. Sara’s well-rounded legal
skillset makes her a versatile advocate, capable of navigating complex legal challenges.

After building her practice in highly-ranked Labor & Employment groups, Sara founded S.
Weimer Law with a clear mission to make top-tier legal representation more accessible
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